heart are the ongoing power relations between the Global South and Global North. There is agreement that human capabilities need to be enhanced, but who leads social transformation is premised on newly emerging global alliances and networks not countenanced before (UNDP 2015 (UNDP , 2017 .
What then are the implications for state leaders in SSA, especially those states that have an abundance of natural resources and have already begun revolutionizing education systems? How, and in what ways are colonial philosophies of governance and human development being adopted, challenged and resisted in SSA? How are SSA leaders/states devising strategies for accumulating human capital and taking on board initiatives formulated by colonial international organizations? These questions highlight a number of concerns for evaluating HRD theorization in SSA, and more broadly HRD strategy in contemporary society.
Through this SI we have attempted to synthesize research themes and provide a foundational base for HRD and SSA scholarship which will help inform future research. This will not homogenize 'SSA states' but unveil commonalities and differences. This perspective also acknowledges the need to consider SSA states within the global political economy literature that records BRIC advances (see Stiglitz 2002; McLean and McLean 2001; Elias 2008; Hickey 2012) . In the following, we summarize the papers and outline contemporary HRD themes relevant for SSA analysis. This includes (a) governance systems for HRD; (b) critical lenses for HRD, especially postcolonial approaches, (c) and the inequalities, intersectionalities and difference dynamics of HRD in SSA.
Papers
Papers included in this SI address new insights of HRD in an SSA context which comprise empirical studies and theory based scholarship. In engaging a critical lens, the aim is to investigate and bring to the fore the organizing logic, heritage, and contemporary knowledge of SSA voices, not merely reflect the 'narrative' of past colonial masters. An overview of the selected papers is provided below.
In their paper titled, 'The Capability Approach and national development in Nigeria: Towards a youth transition model', Arubayi and Akobo use a qualitative-dominant mixed method approach to explore the different bottlenecks that impedes the education-work transition, with a specific focus on the national youth service corps (NYSC) route. Their study reveals that youth's (aged 18-30) ability to navigate the formal education phase partly depends on multi-stakeholder contributions that provide support structures to ensure youths obtain a tertiary degree before the age of 30. Successful completion of the formal education phase makes them eligible to be mobilized for oneyear mandatory service. While in the NYSC route, youth capability development programmes ensure that youths are further developed and deployed to opportunity structures needed to address national development needs. The challenge however is that both state mobilization processes and deployment practice create restrictive opportunity concerns that impede the effective functioning and freedoms for youth capabilities to thrive. Their paper broadly contributes to HRD practice by utilizing a youth capability analytic framework to better understand how well youth capabilities can be further developed and strategically aligned in addressing complex national development challenges as youth navigate the education-NYSC-work transition pathway.
In their paper titled, 'Developing human capital in Africa: Carving a role for human resource (HR) professionals and practitioners'. Mamman et al. note that Africa is a continent with remarkable economic potential yet the least developed largely due to its inadequate human capital to transform this potential into social and economic development. The focus on provision of classroom education as the cornerstone of human capital development in Africa has not produced the desirable outcomes expected. The authors argue that the role of HR professionals in human capital development in Africa deserves serious attention. Their paper outlines why and how HR professionals can contribute to the development of Africa's human capital. It also highlights the challenges HR professionals face and the competencies they need to address the challenges.
In their paper titled, 'Drivers of training and talent development: Insights from oil and gas MNCs in Nigeria', Oseghale et al. examine the main drivers, nature, and extent of employee training in multinational companies (MNCs). Using insights from 16 managers in Nigeria oil and gas industry, the authors identify three broad levels of factors driving the training provisions and talent development decisions. Their study develops an integrated model of direct and moderating factors of training. The findings suggest that government regulations, health and safety concerns, industry-education outreach programmes, and the general level of industry tend to trigger proactive measures in developing relevant training programmes. Moreover, their study shows that organizations' strategies, policies, health and safety concerns, and technological changes also influence training decision making.
In their paper titled, 'Skilled labour shortage: A qualitative study of Ghana's training and apprenticeship system', Ayentimi, Burgess and Dayaram draw on human capital theory to report on a qualitative study that explores skilled labour challenges within Ghana's training and apprenticeship system through the lens of the demand side of employment perspective. Their study points to a training mismatch, lack of regulations and ineffective apprenticeship programmes, under investment in education and training and out-dated training programmes. The bottlenecks in the supply of skilled labour in Ghana are hampering firms' ability to find skilled labour across industries. The authors suggest that improved social partnership between industries and training institutions, with increased government investment in training and apprenticeship programmes, is a way forward to address the technical and vocational skilled labour supply bottlenecks.
In her paper titled, 'Examining training and skills development of youth and young adults in the Ghanaian context: An HRD perspective', Arthur-Mensah argues that over the years, Ghana has adopted policies and initiatives to address the skills needs of the different segments of the population to meet its growth and development agenda. The focus on skills development, which is part of the country's goals of socio-economic growth and development, suggests that HRD priorities dominate Ghana's strategic agenda. The author argues that to understand how HRD practices and activities occur in Ghana, it is important to consider the range and levels of skills development, as a sizeable number of youth and young adults end up in the informal employment sector after primary and secondary education. Her paper highlights initiatives and policies targeted at raising the range and levels of skills to meet the socio-economic development needs in Ghana. The paper reviews the national strategy for human development and assesses the efficacy of existing long-range initiatives and policies, thereby providing a nuanced view of HRD in the Ghanaian context.
In her paper titled, 'China in Africa's telecom sector: Opportunities for human capital development? A case of Huawei in Nigeria', Agbebi examines how Chinese investments in Africa have contributed to human capital development and what role the government has played in leveraging these investments. Analyzing data from a case study of Huawei in Nigeria, the study finds that Chinese enterprises operating in Africa are well placed to contribute significantly to skill building and technology transfer. However, their efforts need to be supported by government policies, which are important for human capital development. The study contributes to the emergent literature on Chinese economic engagement in Africa and its implications for human capital development in Africa. Moreover, it provides an insight into the role of government policy in human capital development in Africa.
In their paper titled, 'Mediation of transfer motivation on the relationship between trainee characteristics and transfer of training: Evidence from educational sector in Nigeria', Suleiman, Dassanayake, and Othman investigate the mediating role of transfer motivation on trainee characteristics in transferring training to Nigerian teachers. Drawing on a study of an Education Board in Nigeria, the authors show that the extent to which employees committed to an organization and fully involved in their jobs drives them to make persistent and intense efforts towards utilizing skills and knowledge learned in the work settings. The study also shows that transfer motivation is a fundamental element in the transfer of training processes.
Advancing HRD research in the global political economy
The papers in this SI illustrate the complexity of theoretical and practice components of HRD in the global political economy, especially the geographical region of SSA. While we would not want to essentialize border territories in an age of transnationalism (Syed and Metcalfe, 2017) , the region of SSA shares many similarities in terms of capacity building gaps and state development: corrupt political regimes, high levels of poverty and underdevelopment, a partially functioning education systems, and finally, human well-being and health demands (UNDP 2017). The evidence illustrates that these dynamics are varying in SSA, but HD indicators place SSA in the lower quartile of countries when compared to many other regions.
The research also reveals the importance of multiple lenses for enquiry, and of the necessity to examine HRD's multi-level practices at global, regional, state, and organization levels, and how these different levels may interact, and how different social actors in this multi-level frame influence HRD processes and outcomes (Massey 1999, Mahler and Pesser, 2001) .
HRD is often viewed as an organization strategic activity, as defined in western scholarship, whereas in Africa the focus is more often framed at the national and regional level. Further, social actors doing HRD are far broader and include NGO activists, educationalists, public administration agencies, and international organizations. A consequence of the dominance of western HRD theorizing is the disconnection from the contextual realities and history of Africa. There is a need therefore to challenge colonization, and dominant colonizing thinking and systems, and embrace an ethics grounded in humanistic development. In order to illustrate the contextual dynamics of HRD in SSA, and an ethics of care, a promising line of enquiry is to review the make-up of governance systems and inject postcolonial insights as a corrective to dominant coloniality.
Global governance, good governance: missing links in HRD systems?
In recent years, global trade and governance relationships have been tested and constrained due to current reconfigurations of political capital, marked by President Trump's abrasive position, the related worsening of diplomatic relations in Europe, disharmony in G8 and OECD summits, and ongoing international conflicts and postconflict and peace interventions strategies. Global governance relates to the myriad collective or individual entities emerging from various societal and professional orientations, which form networks that address issues that threaten local and global communities (see UNDP 2015 UNDP , 2017 Taylor 2014; Hickey and King 2016) . The proliferation of global markets, and rapid advances in information technology and processing, have expanded the exchange of knowledge and brought peoples, cultures and communities closer together, due to the fact global issues require greater 'international collaboration'. The use of the word governance is used to explain the structures and decision-making processes that allow a state to conduct affairs (see Stephen 2014) . Contemporary debates concerning BRICs expansion and challenge to the global economic order have overshadowed Africa's role.
A key policy area in SSA is the formation of a specialized government department to manage human development activities (see Hickey and King 2016; Mureithi and Wasikama 2012) . Within the developing world governance systems for National HRD units have been established since the 1990s and many followed the human development economic organization associated with the Asian Tiger states, Singapore, Taiwan, and South Korea. Asian HRD systems comprised education institutions, private business, state machineries, NGOS and professional associations. Governance public bodies encouraged FDI and required investors to support education and training by the building of training centres that served the needs of local employees, and were also aligned directly with employer needs. Significantly, 'national HRD' agencies, who, as the lead body of the governance machinery, co-ordinated private investment, and developed skills upgrading plans for the local and regional economy together with universities and specialist education centres.
African institutional frameworks, or the 'governance machineries' for managing HRD were influenced by human capital policy and capability approaches in international development, which originated in the first UN Human Development report in 1990 (see Said 1978) . The shift towards envisioning 'human' rather than a pure 'economic' focus has since been a contentious policy issue, played out in the competition between the World Bank market strategies, and the UNs social or human orientation (see Elias and Beasley 2009) .
What is needed in HRD Africa research, indeed in any consideration of HRD in developing economies especially, is an understanding of the system of governance, or what are termed the 'institutional frameworks' that exist for exploring HRD ideas, strategies and social practices (see Metcalfe and Rees, 2005; Metcalfe 2011 ).
Appreciation of diverse stakeholders, their role, and the forms of relationships among the stakeholders, and potential power abuses is needed to unveil an accurate picture of the terrain of comparative HRD as it operates over different scales (Hickey and King 2016) . For example, an HRD Unit has been established in Uganda, which is part of the Ministry of Gender and Labour. National HRD policies are developed alongside gender equality strategies and gender mainstreaming policies. In Nigeria, HRD at the national level is framed around the Ministry of Youth on account of the youth bulge who make 40% of population. The Ministry has specifically been established to develop knowledge and skills for youth aged 18-35, on account of the youth bulge, and of the need to help diversify Nigeria's economy . In Tanzania, HRD initiatives are being led by the Presidents Office, and in the longer term there are plans for establishing a dedicated ministry. These initiatives reflect 'capacity building', which is an international development term, relating to institution building, and human capacity building, and the synergies and parallels between national HRD and capacity building writings would strengthen critical work.
An appreciation of the socio-historical and geopolitical terrain is important in understanding policy players and their actions, since development gains are uneven and unequal (Utting 2006) . We want to inject the idea of 'governance' as an overarching concept guiding strategic HRD, which can be applied to an organization level, but best relates to national level approaches as it seeks to co-ordinate diverse stakeholders with diverse voices across different levels/scales.
The import of global governance as a field has emerged as a product of dominant neo-liberal paradigm shifts in international and political relations (see Hickey and King 2016; Andrews, 2015) . The notion of 'good governance' is also a feature of developing the human capabilities frameworks popularized by the Word Economic Forum, which stress that good governance should be inclusive, transparent and have clear measurement signifiers. The phrase 'Governance for Sustainability' is also circulating amongst policy makers in the vast digital galaxy (see Stephen 2014) .
Notwithstanding aims to humanize or to stress accountability and responsibility of the governance of HRD, the privileging of markets and transnational capital over state authority have created governance gaps, and encouraged private and NGO activities normally considered the purview of the state. There are a multitude of stakeholders that operate at different scales including states, international organizations, NGOs, and transnational corporations. All these institutions except the state can operate at the global, regional and local levels, and so the there are fluid and intersecting scales of operation.
Current governance writings inform all manner of development policy co-ordination, as it is argued global co-operation is failing (Hale, Held, and Young 2013) , and this has raised concerns about the management of SDGs. The failure of the MDGs has been explored elsewhere (Hickey and King 2016) , and it seems that concerns over SDG governance, both the monitoring and recoding are carrying on as before (UNDP 2017). The attainment of the SDGs is managed independently by nation states and updates on goal attainment are reported by government ministries to the UN who collate and report. A weakness observed with the current system is that there is a weak governance or institutional mechanism in place, and it is envisaged that many of SDGs will not be attained and replicate the MDG fiasco which saw many gaps in MDGs from many countries (African Development Bank 2018; Hale, Held, and Young 2013). There appears to be a severe HRD governance deficit. Given a central tenet of SDGs address human development, skills upgrading, and knowledge acquisition, there is a need to map out HRD governance systems that are genuinely inclusive (see Collins et al, 2017) .
There is emerging work in HRD that considers the role of NGOs and how they support education and skills upgrading (see Callahan 2013) . Within Africa NGO operations often provide resources and activities that occur in the 'policy spaces between states and markets' (Hickey and King 2016) , and this area of intervention we would stress is vital to capacity development. NGOs in developed economies not only provide a significant source of secure employment, but play a key role in lobbying for social change, carry out human development activities where the state cannot provide services, and most importantly their 'presence' is often a mode of resistance challenging ruling orthodoxies. In Benin for example women's leadership development is being advocated by a consortium of 80 NGOs with the aim of positioning women in future public sector and political administration roles (African Development Bank 2018).
A major research gap, however, is the role of international organizations in supporting skills and education development. The importance of 'human development' in accounts of economic growth was marked by the introduction of the UN Human Development Report published in 1990. This is an important research domain that needs to be taken up by the HRD community, as institutions, such as UN Women and UNESCO for example provide a whole range of services to support human nourishing and well-being (UNDP 2017, Kuchinke 2011; Metcalfe 2015) .
As a consequence, there have been ongoing debates about the dynamics of governance, the organization and management of policy change, and the relative importance of interests and ideational factors, or of agency and structure (Hickey 2012) . It is important to appreciate the role of ideas, institutions and power in shaping HRD themes. Further, the import of political and elite interests, and contextual dynamics needs to be interrogated, and how alliances are continuously forming and reforming. Poteete (2009) has argued that 'Behind policies, institutions, and state building lie political coalitions' (see Hagmann and Peclard 2010, Mureithi and Wasikama 2012) .
What is needed for successful HRD in Africa is not so much a rearrangement of knowledge, as a realignment of power amongst institutions that have a shared responsibility for delivering HRD interventions (Metcalfe 2011 ; see also Utting 2006) . Contemporary adaptations in discourse and policy are responses to periodic crisis, for example, financial, social and political pressures emanating from the perception, or reality, of HRD challenges and failures, especially understood as neoliberalizing processes and corporate globalization. By this we mean a functional and instrumentalist approach to HRD, which values managerial orthodoxy, underplays differences, positionalities, and argues for a market logic and efficiencies, enhanced results. Coloniality and HRD represent in essence, a technicist performativity. There is a need to unravel the politics of governing HRD in order to promote the possibilities, and of transforming, and becoming (see e.g. Callahan 2013; Sambrook 2008) . The potential, and the opportunity for HRD policies to make a difference in Africa are complicated by the diverse institutions involved, and so not all voices are heard. HRD rhetoric is often communicated by powerful institutions and global actors as a way of reasserting power, dominance, and control.
Reimagining HRD through postcolonialism
Critical approaches to HRD require a probing of dominant knowledges, and to consider who gains and who benefits. Critical HRD aims to facilitate a social ethics of care, and foster the inclusion of all views and perspectives. There are many lenses that can be utilized to stress criticality, however we feel that Postcolonial approaches offer significant opportunities to advance understandings of management and HRD studies in SSA, and more broadly in a comparative context (Rassool, Heugh, and Mansoor 2007, Syed and Metcalfe, 2017) .
The importance of postcolonial insights is especially relevant to SSA since most countries were colonized by western powers and were subject to civilizing (westernizing) practices (Said 1978 (Said , 2005 ; see also Collins et al, 2017) . Postcolonialism illustrates how the production of western knowledge is inseparable from the exercise of western power (Said 1978) . Feminist postcolonialism is especially relevant as it creates accounts of First World understandings of the oppression of the subaltern and 'othered' identities (Spivak 1988) . Postcolonialism directly challenges neo-liberal and androcentric interpretations not only by unravelling symbolic and cultural signifiers, but by promoting feminist activism and the consequences and interrelations for different sites of oppression premised on race, class, nation, and sexuality in diverse geographic territories (Desai 2005; McGovern 2007 ). The developmental challenges in Africa require a more co-ordinated national HRD programme, and a postcolonial lens places centre stage the agency of marginalized and othered African identities (Omotola 2008; Picard et al. 2015; Hale, Held, and Young 2013) .
Within postcolonial accounts there is a difference when talking about global or transnational, as often the two are used interchangeably. 'Global' can be seen to be decentred from the state, and often led by private governance, while transnational is anchored in states and transcends state borders (Syed and Metcalfe, 2017, Metcalfe and Woodhams 2012) . Discourses of Globalization processes have depicted the flow of ideas from the West to the East (Stiglitz 2002) , and is aligned with westernization as a model of development, whereas transnational critique involves the cultural flow of ideas and practices, across, and around, East, West, and South, reaffirming the presence of Global south sensitivities and passions (see Syed and Metcalfe, 2017) . The role of international organizations is important here. UN agencies often provide a local service, and regional centres often co-ordinate across states providing links to transnational development agencies. Transnational organization helps facilitate HRD planning, through the fostering of grassroots voices and action. Transnationalism acknowledges the way that new ideas and cultural values ebb and flow, and incorporate many different subjective positions (see Stiglitz 2002; Syed and Metcalfe 2017) . Transnationalism through valuing multiplicity supports grassroots social actors. Thus, transnational incorporates critiques of the globalization of capital, new working regimes and managerial practices, as well as nurture grass-roots activism attached to this process, especially in transnational feminist organizing (Metcalfe and Rees 2010; Syed and Metcalfe 2017) .
We would argue that scholars consider the intersections and the weaving of knowledges in specialist Africa journals, such as inter alia: African Affairs, and African Review of Political Economy, and related political economy writings as failure to do so only helps us to forever cast 'the subaltern in shadow' (see Spivak 1988; Bierema and Callahan 2014) . This is especially relevant for HRD writer's as it provides the necessary detail on the politics of policy decision processes, ideas about reflexivity and how social impacts can be written into comparative and critical accounts.
Human development: inequalities, intersectionalities, and differences
A final theme relevant in SSA HRD is to review the dynamics of difference, and considerations of many signifiers, including gender, race, religion, and class. It is, however, important to appreciate the significance of gender. There is historical data that addresses gender differences, and its legitimization evidenced through state institutions that are responsible for all manner of strategy and resource planning (e.g. Ministries of Women and Childcare). We do not want to essentialize this but, it is a social category that is pertinent in the foundations of difference HRD planning in SSA. Recent United Nations' human development reports have launched an Inequality Adjusted Human Development Index (IHDI), and the Gender Inequality Index (GII) alongside the well established HDI (see UNDP 2017; OECD 2012; African Development Bank 2018; Poteete 2009; Hale et al 2013) . Commentators argue that high levels of inequality undermine the positive impact of Africa's economic growth.
Relatedly, there are concerns about the politics of inclusion in the polity and economy, and this has been an ongoing question for scholars in the Academy (see e.g. Butler 1995; Castells 2009 ). There is limited literature about gender and diversity HRD systems (Syed and Metcalfe 2017; Metcalfe 2011) , or how women's leadership in Africa is conceptualized and supported. President Sirleaf of Liberia for example, is a role model for many women in Africa as she is the only woman who has been democratically elected twice in an SSA state (Metcalfe 2011 (Metcalfe , 2015 Iwowo 2015; Elliott and Stead 2009) . She has established quotas for women in all public administration roles, including education institution systems, and also established specialist women's leadership programmes to develop capacity in government. These initiatives for empowering women challenge the neo-liberal ethics which associate Western states with greater rights, and opportunities for women (McGovern 2007; Elliott and Stead 2009) . However, the impact of these measures was short-lived as her administration was charged with corruption, and Sirlean herself was implicated.
As a consequence we would argue that issues of gender, race, and diversity and HRD in a SSA environment need to be radically re-imagined, as, who are defining social progress measures, the agendas, and the how and why persistent inequalities, can represent gendered, raced and classed geographies of power? (Metcalfe and Woodhams 2012; UNDP 2017) . A colonial lens misses out power relations between developed and underdeveloped regions, and assumes a priori that western knowledge is representative of all human experiences (Hagmann and Peclard, 2010; Utting 2006) . Moreover, how do transnational hegemonic masculinities intersect with globalization processes and shape HRD in SSA (Elias and Beasley 2009; Elias 2008; Metcalfe 2011) ? How can one account for elites, and their power abuses? These abuses often have classed, gendered, and racialized impacts. An example is the often-recorded UN peacekeeping assaults on women in Africa (African Development Bank).
Gender, and the formations of femininities and masculinities, and the difference signifiers race, religion, class, and sexuality are important dimensions in identity framing (Taylor, 2014; Walby 2009; Dike 2012; Desai 2005) . With much HRD theorizing Westernaccounts are considered the norm, and there is little concern to open up and incorporate African, and other subjectivities. We have already alluded to the importance of expanding knowledge horizons by engaging with African development literatures, and we would argue that these together with specialist writings could be enhanced by recourse for example, to Ethnic and Racial Studies, Gender Work and Organization, and International Migration Review. This also reflects the neoliberal developments in Academic publishing (especially in the UK) where there is a requirement to root business and management discourse in social science scholarship.
An initiative with the government of Japan launched a UN initiative to continue to support girls' empowerment in Nigeria. The project will underline three main interventions, namely: the provision of livelihood and skills-building training to women and girls; supporting women's access to justice; and building the capacity of humanitarian workers to better respond to the priorities of women and girls in North East Nigeria (Andrews, 2015) . Women become vulnerable to violence unless they are economically empowered. Women must have the necessary skills and be able to access markets.
Conclusion
Recent scholarship has described HRD as a field of theory and practice with a distinctive tripartite agenda of human betterment, organizational enhancement and societal development (Bierema and Callahan, 2014; Kuchinke 2011) . We would wholly support this reasoning in respect of reimagining new vistas for HRD, and the 're-privileging' of humanistic values for HRD (see Bierema and Callahan 2014, p. 436) . The potential for critical HRD is perhaps more identified in developing states where there are many human rights agendas still being fought for. However, a critical lens also helps uncover power abuses. We would argue that HRD theorizing needs to openly and unashamedly articulate the social dimension, and this undoubtedly requires informed insights from international development, governance and geography. We feel the work of Collins et al. (2017) in outlining 'holistic socially conscious development', provides a bridge between the expansive international development writers and the HRD community. Within the international development literature the advancement of human potential has been associated with 'flourishing' (Said 1978; African Development Bank 2018), which also relates to the vision of HRD by Kuchinke (2011) . As Mamman et al. highlight in this volume Africa has many natural resources, including HRs and is set to be a leading region in future years. Our concern is that economic benefits also include human development benefits as well, a point also highlighted by Agbebi in this volume. This requires as Mamman et al. highlight the capacity of HRD specialists to manage these organization changes.
As critical HRD scholars, it is important to unravel embodied experiences that capture the diversity of culture, identities and communities, rather than appropriate and veil 'other' positions and subjectivities. Here we directly acknowledge the importance of social constructionist approaches to knowledge formation, and the significance of 'spaciality' and 'socio-historicized' reflective accounts as core components of defining HRD and doing HRD (see Metcalfe, 2008; Metcalfe and Woodhams 2012) . As Desai (2005) postulates, human agency is constituted in multiple spaces where ideas and activism are no longer unidirectional, from the North to the South, but multidirectional, in play, being constituted and reconstituted. This recognizes that the spatial is socially constituted, and that the social is spatially constituted too (see Butler 1995) . The spatiality of social relations cannot be conceptualized as other than fluid and dynamic. A spatial lens asserts that particular conditions of modernity have also placed people in very distinct locations regarding access to, and power over, resources (see also Castells 2009; Massey 1999; Mahler and Pessar 2001 ). Massey's (1999) account allows us to view dimensions of agency that are configured in space and their agency as 'initiators, refiners, and reformers', which captures multiple ways for engaging with HRD.
A concern with criticality helps unravel power structures, and shows how the African dynamics of HRD, has been written off, and overshadowed by dominant western accounts. Further, we want to highlight that when we are talking about HRD in international and cross cultural contexts, it is not just training and development, organization development and career development. HRD in SSA, and in many other developing economies, also includes concerns with human rights, women's empowerment, poverty reduction and the capacity building of government institutions. Exploring HRD in SSA puts spatiality as a framing lens, which highlights the importance of governance, postcolonial, and critical approaches, and the significance of difference and inequality signifiers. When reviewing the HRD terrain in SSA there is a need to look at multi-level orientations, especially national and regional governance systems for managing HRD. We hope the HRD community will help redress this and seek to examine the social and collective ethics of HRD, help probe the politics of governing HRD in SSA, and rewrite and reimagine African and other marginalized voices into HRD accounts, who have been silent for too long.
